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Abstract 
Researchers have begun to concentrate on the definition of organizational learning, the dimensions of organizational 
learning and how to develop the organizational learning capacity, because recent studies have found organizational 
learning to be a key factor in firm performance [2],[3],[6],[7]. Most of these researches have defined organizational 
learning as detecting error and fixing process. In addition, organizational learning capacity have been described as 
improvement of firm performance over time [10],[23].  Although the effects of organizational learning and 
organizational learning capacity have been examined by so many researches, there is no enough literature on the 
relationship between organizational learning capacity and innovation performance. This survey aims to fill that gap in 
literature by examining the effect of organizational learning capacity on firm innovative performance. 
 
The survey is conducted on 199 middle and senior managers of firms operating in metal industry in Marmara Region 
of Turkey. The obtained data from the questionnaires are analyzed through the SPSS statistical packaged software. 
Descriptive analysis, factor analysis, reliability analysis, correlation and regression analyses are used to evaluate the 
data. Analyses results revealed that two dimensions of organizational learning capacity (system orientation and 
knowledge acquisition-utilization orientation) affects firm innovative performance positively.  
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1. Introduction 
The impact of the knowledge economy on today’s businesses has prompted a growing recognition 
among the top management of companies about the need to cultivate organizational learning and 
innovative properties [23]. Hence, both innovation has been considered as a critical issue for company 
performance and survival in the competitive environment and learning became a key activity for 
organization development and innovation [5]. In literature, it is accepted that Organizational learning has 
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been linked to innovation and firm performance. For example, Fang et al (2010) state that “organizational 
learning capability and positively and significantly related to organizational innovation”. Similarly, Hult 
et al (2002) argues that “Organizational learning effects on cycle time performance”  [5],[9]. 
In spite of those studies, we have realized that there is no enough survey searching the relationship 
between organizational learning capacity and firm innovative performance. So, we have decided to focus 
on that issue in this study and proposed that organizational learning capacity has a positive effect on firm 
innovative performance. 
2. Literature Review  
2.1. Organizational learning 
Organizational learning concept has been first emerged in 1970’s and defined as to catch the errors and 
fix them. In these days, the firms’ learning activities were being accepted to be realized via the employees 
working for them. The role of the firms was to simplify or complicate these employees’ learning activities 
which these firms contain “organizational learning system” within them [3]. 
Argyris has shortly defined organizational learning as “detecting the error and fixing process” [2]. For 
Daft and Weick, organizational learning is the knowledge between the organizational action and its 
environment [3]. The researchers studying on organizational learning specify that, it is an ability that 
increases the firm’s performance over time [5],[24]. Huber is evaluating organizational learning as 
“extending the potential behavioral range by processing information” [7]. As a wholistic analysis to the 
literature, this concept is extended with information which reaches an operational definition. In this 
context, organizational learning is; “a conscious or unconscious process affecting the organizational 
action that contains its own factors by means of knowledge acquisition, reaching the knowledge and 
evaluating the knowledge with the help of organizational memory,” [13]. 
2.2. Organizational learning capacity 
Knowledge and the capacity to develop knowledge which is referred as the organizational learning 
capacity, are two major resources in generation of added value in the supply chain [10]. 
Nevis suggests a few strategies for development of organizational learning. Dealing with the current 
system is Nevis's first proposal in which the focus is mainly on facilitating factors. The second one is the 
modification of the learning orientation. The combination of these two strategies where they can be 
applied in a synchronized or a synchronized way can be thought as a new alternative strategy for the 
organizations [15]. 
System orientation, climate for learning orientation, knowledge acquisition and utilization orientation, 
information sharing and, finally, dissemination orientation are the major issues in the development of 
organizational learning capacity [23]. 
2.3. Systems orientation 
Systems orientation is knowledge integration and has been developed in the past fifty years. It may be 
defined as looking at whole picture. In Gestalt psychology, the whole is more than the sum of each piece. 
A system can not be solved by analyzing each of the parts differently [20]. A view to see the whole part- 
should be positioned. This means, the relationships between the parts should be analyzed. Senge stated 
that, seeing the relationship between the parts composes a leverage effect. For instance, a negative event 
in an organization does not only affect that part of the organization but also the other parts of that 
organization [20]. Besides, the sector and the country may also be negatively affected where the 
organization is operating. Therefore, the events should be analyzed in a wide range. System orientation 
makes us to see the events totally and helps us to change these events effectively when needed [23]. 
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System orientation shows the relationship between the organization variables and affects them. The 
researchers emphasize system orientation in their organizational learning researches. These researches are 
mostly important for technological organizations. For Senge (1990), the most important characteristic of a 
learning organization is systems orientation. Accordingly, each learning variable should be considered in 
the same frame in these organizations [20]. Anyway, system orientation and organization components 
depend on cause and effect relation, and the system should not allow any coincidence. The learning action 
should become a continuous action. Moreover, the organization should impose learning in its cultural 
structure. Besides, learning becomes more than an adapted concept and should come as the characteristics 
of the organization [8],[15]. 
2.4. Climate for learning orientation 
Climate for learning orientation is a measure that encourages the learning in the organization [14]. 
Climate for learning orientation is an important part of the organizational culture. It reveals the 
unimportant ideas in organizational culture [23]. Hereby, organizational climate orients average learning 
and adaptation of the organization that affects individual and group learning behaviors. The researches 
define this term as an organizational culture that aims a continuous learning [18]. The organizations 
favour learning activities and promote continuous learning for positive organizational culture. Education 
and continuous improvement are accepted as key factors for success [8]. It is stated that a successful 
organization is measured not only by its outcomes depending on its performance, but also its cultural 
structure. The dynamic values are acquiring new skills and analyzing these skills with organizational 
change and organizational learning. Actually, organizational learning comes true in the organizations 
where the learning is strongly encouraged by the leaders [4]. The organizational learning culture provides 
organizational development and increases the organizational capabilities where the members come and 
decide together [23]. 
2.5. Knowledge acquisition and utilization orientation  
Knowledge acquisition and utilization orientation is ability about innovativeness, technology and 
continuous improvement. In this context, acquiring the knowledge and usage of it is the part of learning 
culture and they should be thought together [14],[15],[23]. First, the organization should specify which 
knowledge is necessary and should be ensured. Besides, acquisition of the knowledge should be a 
continuous process. Huber et al. also stated that the continuous improvement of knowledge is the key 
point for the organization [7]. Nonaka and Takeuchi specified that acquiring knowledge has a loop effect 
and increase the total knowledge of the organization [16]. Bringing the new knowledge into organization 
and storing it will facilitate acquiring new knowledge [1],[7].   
2.6. Information sharing and dissemination orientation 
Information sharing and dissemination orientation is defined as the degree of access in to the 
knowledge in the organization [8]. Sinkula stated that communication to the other departments is 
necessary for generating the knowledge and one of the important dimension of learning capacity 
[21],[23]. Huber, at the same time, indicates that accessing the information throughout the different 
sources will lead to spread of organizational learning capacity [7]. Disseminating the knowledge is one of 
the fundamentals that makes the knowledge more valuable for the organization [16]. The organizational 
culture should also allow to share the knowledge. Besides these, there are lots of tools to share the 
knowledge [23]. Each tool may load different meanings to the knowledge which will enrich application 
alternatives. In the absence of the information sharing and dissemination orientation, the organization will 
not be able to absorb the knowledge. Additionally, the experiences shared by members of organizations 
are also important for organizational learning [13]. Sharing and using the knowledge in different areas 
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within the organization will be more effective and ensure the organization to correspond to new 
technologies and other environmental conditions, which will then become the culture of the organization 
[7],[8],[15],[23]. 
2.7. Firm Innovative Performance 
Innovative performance has to be clearly defined in order to improve our comprehension of some 
technical issues related to the effects of organizational learning capacity [12]. 
Innovative performance refers to results for companies in terms of degree to which they actually 
introduce inventions into the market, i.e. their rate of introduction of new products, new process system or 
new devices. In that case new product introductions can be stated as an indicator of innovative 
performance [12]. 
2.8. Development of Hypotheses  
In literature, it is highly accepted that organizational learning capacity has an important role 
in improving organizational performance in terms of marketing, innovation, quality, financial, 
productivity, or customer performance. The survey of Teo and Wang (2005) has revealed that 
organizational learning capacity improves technological innovation activities.  Hurley et al. (2002) also 
found that organizational learning capacity affect firm performance. Lastly, Fang et al. (2010), in their 
study, state that organizational learning capability affects organizational innovation activities in positive 
manner.  
In the light of the previous surveys and literature we argue that organizational learning capacity has 
increased the innovative firm performance and propose the hypothesis following:. 
 
H1: System orientation effects firm innovative performance positively 
H2: Climate for learning orientation effects firm innovative performance positively 
H3: Knowledge acquisition and utilization orientation and information effects firm innovative 
performance positively 
H4: Information sharing and dissemination orientation effects firm innovative performance positively 
3. Methodology 
3.1. Sample, procedure and measures 
The survey of this study is conducted on 199 middle and senior managers of 107 firms operating in 
metalworking industry in the Marmara region of Turkey. 300 firms fulfilling the criteria that (1) being at 
least SME that referring to firm with fewer than 500 employees, (2) having process(es) to produce a new 
crop have accepted to participate in our survey.   However, only 107 of those firms have filled out our 
survey form completely in appointed time. 2 managers per a firm are asked to fill out the questionnaires.   
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 Figure 1. The model for firm innovative performance and organizational learning capacity 
 
Seventieth-item scale from Teo and Wang (2005) is used to measure organizational learning capacity 
and five-item scale by Jansen et al. (2006) is used to measure firm innovative performance. All items are 
measured on a five point Liker-type scale where 1 = strongly disagree and 5= strongly agree. We used the 
Cronbach’s Alpha to estimate reliability for scales. Descriptive analysis, factor analysis, correlation and 
regression analyses are used to evaluate the data. 
3.2. Demographics 
Survey respondents had worked for their organizations for an average of 8.75 years (standard deviation 
of 7.83) and a range from 1 month to 29 years. 95% of the respondents were at least high school 
graduates. The detailed descriptive analysis results are shown in Table 1. 
  
Table1. The demographics of the sample 
 f %   f % 
Sex  Level 
Male 
Female 
162 
37 
81,41 
18,59 
 Mid Level 
High Level 
119 
80 
59,80 
40,20 
Total 199 100  Total 199 100 
Education  Department 
Primary School 
High School 
University 
Master 
Doctorate 
10 
37 
118 
28 
6 
5,03 
18,59 
59,30 
14,07 
3,02 
 Production 
Managerial 
Human Resource 
Marketing 
Quality 
67 
56 
12 
22 
42 
33,67 
28,14 
6,03 
11,06 
21,11 
Total 199 100  Total 199 100 
3.3. Factor analysis 
The scales were submitted to exploratory factor analysis. The best fit of the data was obtained with a 
principal component analysis with a varimax rotation. The exploratory factor analysis for organizational 
learning capacity and firm innovative performance displayed a five-factor structure as expected. After 
eliminating two items showing weak loading , twenty one-item has produced a five-factor structure 
namely, system orientation, climate for learning orientation, knowledge acquisition and utilization 
orientation and information sharing and dissemination orientation and firm innovative performance. 
Three items for system orientation, three items for climate for learning orientation, five items for 
knowledge acquisition and utilization orientation, five items for Information sharing and dissemination 
orientation and five items for firm innovative performance are used in survey. The factor loadings of 
organizational learning capacity and firm innovative performance are seen in Table 2.  
 
Table 2. Factor analysis 
 1 2 3 4 5 
My staff have a good sense of my firm’s business processes as a whole and the 
interconnectedness of all components of these processes. ,648     
All activities that take place in business transaction processes are clearly defined. ,734     
Parts of each business process are dependent to form a value chain. ,724     
We basically agree that our ability to learn is the key to the improvement of our firm.  ,755    
Our basic values of any change in the business process include learning as a key to 
improvement.  ,727    
Learning in my firm is seen as a key to guarantee the firm’s existence in its sector.  ,756    
My firm regularly does research on the trend in technology pertinent to the way our 
business operates.   ,701   
My firm regularly assesses the potential influence of new technology on its operations.   ,741   
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My firm is susceptible to new technology and/or method to do business   ,740   
My firm has specific mechanisms to do environmental scanning on technology.   ,462   
My firm start to apply new technology and method immediately   ,475   
Pertaining to technological issues, when a staff finds out something of importance 
tomy firm, he or she is quick to alert others.    ,849  
Pertaining to technological issues, my staff is willing to influence me with his or her 
information to let me make a better decision.    ,807  
Pertaining to technological issues, it is my firm’s policy that valuable insights or 
methods should be shared and used across the organization.    ,844  
Pertaining to technological issues, there is a good deal of organizational conversation 
which keeps alive the lessons learned from history.    ,710  
Pertaining to technological issues, my firm has specific mechanisms for sharing 
knowledge, which can enhance the firm’s competitiveness.    ,561  
New product or service amount     ,800 
To give firstly service or product to market     ,907 
To be given service or product speed to market     ,887 
New patented product amount     ,831 
Process amount to be restored     ,761 
Explained total variance: 70.6%; 1: System orientation, 2: Climate For Learning Orientation, 3: Knowledge Acquisition And 
Utilization Orientation, 4: Information Sharing And Dissemination Orientation, 5: firm innovative performance 
 
3.4. Correlation analysis  
We have applied correlation analysis with the factor analysis results. The results can be seen on table 
3. As it has been seen on Table 3, all relations between the variables are significant. 
 
Table 3. Correlation analysis 
 
 
α μ Cronbach σ 1 2 3 4 
1 System Orientation 4,01 ,78 ,77     
2 Climate For Learning Orientation 4,33 ,70 ,75 ,547(**)    
3 Knowledge Acquisition And Utilization Orientation 3,71 ,78 ,83 ,548(**) ,406(**)   
4 Information Sharing And Dissemination Orientation 3,62 ,88 ,88 ,522(**) ,344(**) ,644(**)  
5 Firm innovative performance 3,51 ,98 ,92 ,407(**) ,310(**) ,538(**) ,287(**) 
**P <0.01 
 
3.5. Regression analysis 
We have applied regression analysis as being: system orientations, climate for learning orientation, 
knowledge acquisition and utilization, information sharing and dissemination orientation are independent 
variable and firm innovative performance is dependent variable. Regression analysis results revealed  the 
positive effects of knowledge acquisition and utilization (P<0,01 and β=0,524) and system orientation 
(P<0,05 and β=0,171) on firm innovative performance are significant. So our hypotheses H1 and H3 are 
supported. On the other hand H2 and H4 proposing the positive effects of climate for learning orientation 
and information sharing and dissemination orientation on firm innovative performance are not supported.  
The regression analysis results can bee seen on Table 4. 
 
Table 4. Regression analysis results  
 Dependent variable: Firm innovative performance Related 
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Independent Variables E Sig. hypotheses 
System orientation 0,171 0,034* H1  accepted 
Climate For Learning Orientation 0,059 0,410 H2 not accepted 
Knowledge Acquisition And Utilization 0,524 0,000** H3 accepted 
Information Sharing And Dissemination Orientation -0,160 0,154 H4 not accepted 
R2= 0,324 F= 23,239 
*P<0,05  **P<0,01 
 
4. Conclusion  
In this study, we aimed to find out how organizational learning capacity affects the firm innovative 
performance. The regression models concluded important findings which have been constructed to test 
the hypotheses.  
 
In that survey, we argue that, in metalworking industry, knowledge acquisition and utilization affected 
the firm innovative performance in positive manner. The technological improvements -in high 
competitive environment- force the organizations to follow the technology. Knowledge acquisition and 
utilization provides analyzing the technology that are currently being used by the organizations and hence 
follow it. By this manner, the organization may easily evaluate how the new technology affects them and 
see the advantages and disadvantages of it. This has crucial importance for the organizations. The 
members of these organizations should be responsible with following the new improvements in the sector. 
This will provide a knowledge acquisition and utilization for the organizations. We have emphasized on 
the employees that give enough importance on effective knowledge usage.  
 
The other factor affecting firm innovative performance is system orientation. Each process of the 
organization should be understood by the members. Additionally, the members should know that the 
processes are related with each other. It is not enough that the members should know which the processes 
are related each other. The members must be sure that these processes are necessary and add value to the 
organization. The unnecessary processes will be cost to the organization. Besides, the organizations must 
accept that learning is an obligatory in the competitive environment. Therefore, the organizations should 
direct their members on learning activities. The investment on learning activities should not be seen as 
cost point in the organizations. The organizations should use the knowledge in their activities. 
Subsequently, innovations and new developments will easily come after these learning activities.  
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